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ARTICLE INFO ABSTRACT
Keywords: Research on calling has largely focused on its benefits for employees. This study contends that
Work calling experiencing work as a moral duty based calling in invisible-dirty occupations can yield both

Job demands

favorable and unfavorable employee outcomes. Whether employees feel burdened or supported in
Job resources

Invisible-dirty work their work and family roles depends on the demands and resources provided by the workplace. In

Health care a sample of 175 janitors at a large government hospital designated for treating COVID-19 patients

COVID-19 in the national capital region of India, hypothesis testing results support that work calling is
positively associated with both positive (job performance, subjective career success), and nega-
tive (work-family and family-work conflicts, burnout) outcomes. Further, job demands strengthen
the relationship of work calling with work-family and family-work conflicts, and burnout,
whereas, job resources augment the relationship between work calling and job performance, and
subjective career success.

1. Introduction

The world is currently in the throes of a pandemic, where millions of frontline health care workers engaged in low-prestige and low-
wage jobs are providing critical services related to the welfare of Covid-19 patients. A number of health care workers have been
infected with or even died of Covid-19 in many countries including India (Erdem & Lucey, 2021; NDTV India News, 2021). Among
these frontline workers, in particular, the works of janitors heavily suffer from physical and social taints and largely remain unac-
knowledged (Bhuyan, 2020; Kapoor, 2020). However, despite such occupational stigma embedded in their day-to-day work and high
risk of personal contamination and social exclusion, the janitors tirelessly continue to provide services amid the ongoing pandemic. In
providing essential services, these duty-bound employees sacrifice their own comfort, safety, family welfare, and social inclusion. The
present study, set against the backdrop of Covid-19 pandemic, attempts to understand what drives the strong service orientation of
individuals engaged in invisible dirty work' at the cost of safety and security of self and family. We posit that these workers perceive
‘work calling’ based on moral duty, which makes their outcomes noble and binding. Our theorization is in line with the ‘neoclassical’
conceptualization of calling (Bunderson & Thompson, 2009), which asserts that calling is driven by a sense of ‘moral duty’ for em-
ployees, such that they feel compelled to make personal sacrifices for faithful execution of their work. Moreover, we argue that while
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across a range of occupations calling has been shown to give meaning to employees (Duffy et al., 2011; Hirschi, 2012; Praskova et al.,
2014; Xie et al., 2017), for invisible-dirty work the relationship may unfold in a more complex manner.

The effects of calling for employees performing invisible-dirty work can be best understood through the lens of ‘neoclassical calling’
(Bunderson & Thompson, 2009). In this view, a calling can transform even the most unpleasant, unrecognized, dirty tasks into ones
having transcendental meaning and significance by dint of a strong moral obligation of those who are performing the tasks on a regular
basis (Thompson & Christensen, 2018). We argue that in contrast to employees performing non-dirty work, the workers engaged in
such occupations under the influence of calling are more likely to perceive their work as meaningful and important. This is because the
neoclassical perspective emphasizes the importance of context in viewing one's work as a calling. According to Bellah et al. (1985) the
effects of calling can be truly seen in ‘economically marginal but symbolically significant’ work. Furthermore, Bunderson and
Thompson assert that “A neoclassical calling cannot inspire profound meaning without simultaneously requiring profound sacrifice
(Bunderson & Thompson, 2009, P. 52)”. Conceptualizing work as a calling in the context of invisible-dirty work invariably involves
personal sacrifice on the part of the workers, and captures the true effect of calling. Moreover, workers' investment of personal effort in
order to meet their job requirements affects them physically and psychologically (Barbier et al., 2013). We therefore postulate that the
employees performing invisible-dirty work are willing to bear physical and psychological costs in lieu of the meaning and significance
that they derive from their work.

We aim to make a number of contributions to literatures on work calling and invisible-dirty work. First we take calling research
beyond the usual occupational contexts and explore the effects of calling for employees whose work is considered dirty and invisible.
Most of the studies on work calling have focused on ‘non-dirty’ occupations, such as students (Hunter et al., 2010), bank personnel (Xie
et al., 2017), university employees (Duffy et al., 2011), and enterprise staff (Hirschi et al., 2019). Extant research has yet to adopt the
lens of either dirty work (Ashforth & Kreiner, 1999), or invisible work (Vlasses, 1997), or invisible-dirty work (Rabelo & Mahalingam,
2019) to explore the outcomes of work calling. How the sense of having a calling influences individuals engaged in undervalued
occupations tainted by physical and social dirt as a meaningful question has largely remained unanswered by OB and/or HRM
research. This is despite Ashforth and Kreiner's (1999) assertion that the strong need for meaning in stigmatized occupations presents a
great opportunity to learn about meaningfulness of work from the experiences of dirty workers. We therefore chose to focus on janitors
as invisible-dirty workers, and explain how work calling shapes their outcomes. Exploring the effects of work calling in dirty invisible
work enables us to answer scholars' call (e.g., Duffy et al., 2018; Duffy & Dik, 2013) to extend and generalize theory on work calling.
Our integration of dirty work and work calling literatures offers a conservative test of theory on work calling. Though dirty work
literature has demonstrated that “any legitimate occupation can be considered a calling” (Duffy et al., 2018), given the stigma of dirty
invisible work we expect these employees are less likely to experience the effects of work calling than the employee population at large.

Next, we integrate the literatures on work calling and invisible-dirty work with JD-R theory to understand the conditions under
which calling might have positive or negative outcomes. Calling research has largely focused on positive outcomes such as employee
performance and career success (Duffy et al., 2011, 2012, 2014, 2019; Xie et al., 2016); however, few scholars have theorized potential
negative effects such as preoccupation with one's job that creates conflict between the demands of home and work domains leading to
employee burnout (Dalla Rosa & Vianello, 2020; Duffy et al., 2016; Wilson & Britt, 2020). A few scholars have referred to calling as a
‘double-edged sword’ leading to both favorable and unfavorable employee outcomes (Bunderson & Thompson, 2009; Cardador &
Caza, 2012; Hirschi et al., 2019; Lysova et al., 2018). Extending this line of reasoning, we argue that these mixed effects of calling can
be explained in light of JD-R model (Bakker & Demerouti, 2014). JD-R model explains physical, psychological, social, and organi-
zational aspects of the job that create demands on the workers as well as provide resource support to them for effective job perfor-
mance. From a demand perspective, we expect excessive work burden to weaken the link between invisible-dirty workers' calling and
their work-family integration. In contrast, from a resource perspective, we expect the availability of work resources to strengthen the
link between invisible-dirty workers' calling, job performance, and subjective career success. JD-R research (Bakker & de Vries, 2021;
Bakker & Demerouti, 2014) maintains that jobs come with several resources such as support from coworkers, supervisors and the
overall organization, which can boost employee performance. In line with JD-R, we argue that dirty workers (i.e., janitors) amid the
COVID-19 pandemic work face personal demands arising from their sense of work calling. These employees feel duty bound to risk
their lives in fulfilling their calling. Perceiving work as a calling thus acts as a personal demand, whose effects are exacerbated by
physical and affective demands innate to employees' jobs. However, jobs can also provide resources to alleviate the effects of personal
demands engendered by work calling. Altogether, we apply JD-R to explain how calling interacts with job demands and resources to
shape employee outcomes. We investigate both positive (job performance, and subjective career success) and negative (work-family
and family-work conflicts, burnout) outcomes concomitantly, and present a comprehensive model of how work calling shapes
employee outcomes. In doing so, we address scholars' call for research on the dark side of calling (Duffy et al., 2018) and shed light on
the hidden costs of pursuing a work calling.

Finally, in their extensive review of calling research, Duffy and Dik (2013) note that “the lack of diversity overall makes it is
impossible to know how calling is defined and functions with individuals in, for example, Non-Western cultures”. Going beyond the
typical western professional or student samples, we generalize scholarship on calling to the cultural context of India.

2. Invisible-dirty work

Scholars define dirty work as “tasks that are physically, socially, or morally tainted” (Ashforth & Kreiner, 1999, p. 414). The
scholars view physical taint as “a blemish on one's body,” social taint as “a blemish on one's relationships,” and moral taint as “a
blemish on one's character” (Ashforth & Kreiner, 2014, p. 84). The jobs of frontline, low-profile health care workers providing service
during the COVID-19 pandemic can be understood as physically and socially tainted for two reasons. First, the job responsibilities of
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frontline health care personnel such as janitorial and cleaning staff, and mortuary workers involve physical contact with COVID-
positive patients, and thus, these jobs involve high risks of contamination. Second, these workers come in regular contact with stig-
matized individuals (i.e., COVID-19 patients) who carry a substantial risk of transmitting the disease to others.

Vlasses (1997) describes ‘invisible’ work as that which “may or may not be visible but is not recognized ... hidden, unrecognized,
unaccounted-for or taken-for-granted” (p. 1). Works become invisible when they fail to constitute as ‘real work’ supported by
dominant ideologies. Though some works, tasks, roles, or occupations are treated as invisible, it becomes all the more important to
know how individual workers who perform invisible works day in and day out make sense out of their experiences. The occupation of
individual workers assumes special significance in forming their experience of individual work in the presence of perceived stigma-
tization and emotional exhaustion (Bentein et al., 2017). We anticipate that there can be considerable overlaps between invisible and
dirty work. Workers engaged in dirty work may experience devaluation, dehumanization, and mistreatment from people around them.
For invisible-dirty works, employees may suffer setback in various ways including lack of inclusion in the workplace, psychological
well-being, social mistreatment among others (Rabelo & Mahalingam, 2019). Cleaning of building and removing dirt in health care
organizations form invisible-dirty work as the labor rendered in such works are often thankless, undervalued, and socially margin-
alized (Hatton, 2017; Messing, 1998).

However, despite such occupational taint and high risk of contamination while dealing with COVID-19 patients, frontline health
care workers (janitors in our case) do not shy away from performing their job responsibilities amid the present crisis. At times, they
may even face stiff social challenges in terms of non-cooperation and hostility exhibited towards them by their landlord, local store
owners, or even suppliers of essential commodities. Though being victims of occupational stigma and social isolation, we contend that
they are largely influenced by a sense of work calling. This is why they are able to make a pro-social contribution even when, because of
their occupation, they are looked down upon and treated as dirty by others. However, we caveat that such meaningful and significant
contributions of calling do not come without a price attached to it on their personal and family front.

3. Theoretical background and hypotheses development
3.1. Conceptualization of calling

Individuals, who experience a sense of calling to a specific domain of work, are driven by intrinsic motivation and view their work
as a transcendental command that originates from beyond the self (Dik & Duffy, 2009). Three components are central to the concept of

calling: (1) individuals feel a higher power external to them (such as God, needs of the country, or family legacy, among others) is
motivating them towards a specific type of work; (2) individuals view work as a medium to extract a sense of purpose or meaning from
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Fig. 1. The proposed conceptual model for the present study.
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their lives; and (3) individuals use work as an opportunity to directly or indirectly contribute to the well-being of the society (Cinque
et al., 2020; Duffy et al., 2018). The proposed conceptual framework of our study is presented in Fig. 1.

3.2. Work calling and work-family conflict

Work-family conflict refers to “a form of inter-role conflict in which the general demands of, time devoted to, and strain created by
the job interfere with performing family-related responsibilities” (Netemeyer et al., 1996, p. 401). We draw on the work-home re-
sources model (ten Brummelhuis & Bakker, 2012) to propose that a work calling may give rise to work-family conflict among invisible-
dirty workers. According to this model, contextual demands in the work domain rob individuals of their personal resources and
subsequently diminish outcomes in the home domain (ten Brummelhuis & Bakker, 2012). Research on calling suggests that individuals
who view their work as a calling believe that a transcendent force is driving them towards a meaningful life that involves fulfilling a
higher purpose, such as serving others (Duffy & Dik, 2013; Hirschi et al., 2019). Integrating the perspectives on the work-home re-
sources model, calling, and dirty occupations, we propose that workers engaged in tainted occupations (for example janitors as
frontline health care personnel) who have a sense of work calling would view their job as a vehicle for fulfilling a higher purpose (such
as serving the patients). Therefore, we contend that such workers with a sense of calling are likely to live their calling by investing a
substantial amount of their personal resources such as time, energy, and attention to their work. This overinvestment of personal
resources in the work domain would create a deficit in the family domain, due to which they would find fulfilling their family re-
sponsibilities extremely challenging. Hence, we expect that invisible-dirty workers with a sense of work calling are likely to experience
work-family conflict. Our expectation is consistent with past research, which has reported increased levels of work-family conflict in
older workers as a result of calling (Hirschi et al., 2019). In light of the above discussion, we hypothesize the following:

Hypothesis 1(a). Work calling is positively associated with work-family conflict.

3.3. Work calling and family-work conflict

Family-work conflict refers to “a form of inter-role conflict in which the general demands of, time devoted to, and strain created by
the family interfere with performing work-related responsibilities” (Netemeyer et al., 1996, p. 401). We again use the work-home
resources model to explain that work calling may also give rise to family-work conflict among invisible-dirty workers. According to
this model, contextual home demands also strip individuals of their personal resources and subsequently diminish outcomes in the
work domain (Hagmaier & Abele, 2012; ten Brummelhuis & Bakker, 2012). We understand that workers with a sense of calling
engaged in invisible dirty occupations feel a burning passion towards their work and would, therefore, view external challenges (such
as the COVID-19 pandemic situation) as an opportunity to direct their passion towards meaningful pursuit of goals (such as serving
others and save lives). However, we also anticipate that family members of such workers would attempt to discourage them from
performing their jobs, especially when performing certain jobs contain a high degree of risk to self and family. The family is a central
institution in traditional societies like Asia, and family members play a crucial role in influencing the decisions of individuals (Brewer
& Venaik, 2011). We postulate that workers engaged in tainted occupations with a sense of calling would perceive reservations voiced
by their family members as a roadblock to the pursuit of living their calling, and would eventually experience family-work conflict. In
view of the above, we hypothesize the following:

Hypothesis 1(b). Work calling is positively associated with family-work conflict.

3.4. Work calling and burnout

Burnout refers to “a state of physical, emotional, and mental exhaustion that results from long-term involvement in work situations
that are emotionally demanding” (Schaufeli & Greenglass, 2001, p. 501). We derive support from the work as calling theory (Duffy
et al., 2018), workaholism, and burnout literature to propose that work calling may give rise to burnout. Extant research reveals that
individuals who perceive a calling tend to get overly engrossed in their work and experience heightened levels of work engagement
(Xie et al., 2016). The work as calling theory extends this logic to suggest that “some individuals may rationalize unhealthy levels of
investment in their work as necessary or even praiseworthy, given the societal and/or personal value of what they are trying to
accomplish” (Duffy et al., 2018, p. 430). Recent studies have found empirical support for the linkages between calling and Worka-
holism (Dalla Rosa & Vianello, 2020; Keller et al., 2016). Though calling is predominantly a positive construct, workaholism has a
negative connotation as it translates into increased levels of burnout (Schaufeli et al., 2009). We posit that the overinvestment of
personal resources in the work domain is indicative of workaholism, which would eventually erode the worker's physical, mental, and
emotional resources and make them feel burnt out, especially during a crisis situation like the COVID-19 pandemic. In sum, we expect
that invisible-dirty workers with a sense of work calling would experience high levels of burnout. Hence, we hypothesize the following:

Hypothesis 1(c). Work calling is positively associated with burnout.
3.5. Work calling and job performance

Job performance refers to the extent to which employees execute their job-related duties and responsibilities effectively (Sharma &
Dhar, 2016). We draw on the past calling research to examine how work calling may give rise to high levels of job performance among
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invisible-dirty workers (such as janitors in health care organizations). Initial research has provided some evidence for a plausible
linkage between calling and performance outcomes. For instance, a qualitative study by Bunderson and Thompson (2009) revealed
that zookeepers with a sense of calling perform better because of occupational identification and faithful execution of work as a moral
duty. In a similar qualitative study, Duffy et al. (2012) noted that counseling psychologists who perceive their work as a calling report
high levels of energy, work passion, and productivity. A study by Park et al. (2016) found empirical evidence of higher job performance
among salespersons who exhibit a sense of calling for their career. Extending these extant findings, we propose that frontline health
care personnel during COVID-19 with a sense of calling would try to perform their work as diligently as possible, with high levels of
engagement (Hirschi, 2012); commitment (Duffy & Dik, 2013); and devotion of personal resources such as time and energy (Bun-
derson & Thompson, 2009). Since work engagement (Christian et al., 2011) and commitment (Carmeli & Freund, 2004) have already
been found to be valid predictors of job performance, we accordingly expect that the synergistic effect of these factors would translate
into enhanced performance outcomes. In sum, we expect that invisible-dirty workers with a sense of work calling would exhibit high
job performance. Hence, we hypothesize the following:

Hypothesis 1(d). Work calling is positively associated with job performance.
3.6. Work calling and subjective career success

Subjective career success refers to an “individual's personal and internal apprehension and evaluation of career across any aspects
that are important to that individual” (Park, 2010, p. 2). We draw on the career and calling literature to propose that work calling may
lead to enhanced levels of subjective job success among invisible-dirty workers (such as janitors in our study). A few studies in the past
have provided empirical evidence for this plausible linkage. For instance, a study conducted on Chinese employees revealed that
calling has a positive impact on career satisfaction (Xie et al., 2016). Similarly, another study conducted in the Korean context noted
that calling work orientation is a significant predictor of subjective career success (Park, 2010). Likewise, we posit that workers under
the influence of calling tend to view work as an inseparable component of life and make substantial efforts to live their calling (Duffy
et al., 2017). Past studies have found that living one's calling produces desirable attitude and affective states, such as the perception
that one lives a meaningful life (Duffy et al., 2013, 2019). Therefore, we contend that by virtue of a sense of calling, workers engaged in
invisible dirty occupations would experience positive emotions (such as pride) and attitudes (such as satisfaction with career), and
would arrive at favorable evaluations about their success in their respective career paths. In view of the above discussion, we hy-
pothesize the following:

Hypothesis 1(e). Work calling is positively associated with subjective career success.
3.7. The moderating role of job demands

According to the job demands-resources model (Demerouti et al., 2001), work conditions can be broadly classified into job de-
mands and job resources. Job demands are defined as “those physical, social, or organizational aspects of the job that require sustained
physical or mental effort and are therefore associated with certain physiological and psychological costs” (Demerouti et al., 2001, p.
501). We draw on the JD-R model and calling literature to propose that job demands are crucial work-level contingency variables that
may influence the strength of the linkages between work calling and individual employee level outcomes. The health impairment
hypothesis states that job demands exhaust employees' mental and physical resources, which, in turn, leads to depletion of energy or a
state of exhaustion (Bakker, Demerouti, Taris, et al., 2003). Based upon this theorization, we propose that frontline healthcare
personnel during COVID-19 under the influence of work calling would be prone to experiencing work-family conflict, family-work
conflict, and burnout, especially as they face high job demands in terms of performing non-planned unscheduled tasks on an exi-
gency basis, enhanced workload for an influx of patients, compensating the work for the absent colleagues etc. This is particularly true
for the janitors (subject respondents in our study) as many of them have experienced substantially longer working hours than normal
because the healthcare centers designated to treat COVID positive patients have witnessed influx of patients followed by shortage and
absenteeism of staff during the peak periods. In addition, these low wage staff members face the burden of their own health and safety
concerns. In the previous sections we have proposed hypotheses explaining how the work calling can directly influence both positive
and negative outcomes for individual workers. Further, we intend to examine how the presence of job demands can influence the
relationship between workers' calling and its negative outcomes in the context of invisible-dirty works. Therefore, we postulate that if
their jobs involve heavy workloads, time pressure, safety concerns, physical or emotional taxation, they will experience a depletion of
their personal resources. This drainage of personal resources would be above and well beyond the work-family conflict, family-work
conflict, and burnout that otherwise they would have experienced when jobs are not so demanding. Based on the above, we hy-
pothesize the following:

Hypothesis 2(a). Job demands will positively moderate the relationship between work calling and (i) work-family conflict, (ii)
family-work conflict, and (iii) burnout, respectively, such that the relationships will be stronger when job demands are high.

So far we have postulated that job demands tend to heighten the adverse impact of calling on undesirable outcomes, such as work-
family conflict, family-work conflict, and burnout. We again draw on the JD-R model and calling literature to propose that job de-
mands may also weaken the favorable impact of work calling on desirable outcomes like workers' job performance and subjective
career success. JD-R literature maintains that job demands deplete resources and worsen positive outcomes such as employees' job
engagement (Crawford et al., 2010). Job demands are also known to produce strain that, in turn, worsens job performance (Bakker &
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Demerouti, 2017). Based upon this theorization, we propose that frontline health care personnel during the COVID-19 pandemic under
the influence of a calling would be less likely to achieve superior job performance and experience subjective career success when they
face high job demands. Analogous to our argument in the previous section, we examine here how the job demands present in invisible-
dirty works can dampen the effect of workers' calling on employees' positive outcomes. In specific, we contend that if their jobs involve
heavy workloads, time pressure, physical and emotional taxation, it would lead to the depletion of their personal resources that would
further negate the beneficial effects of calling on job performance and subjective career success. Accordingly, the drainage of personal
resources caused by high job demands would impede them from realizing the full benefits of work calling such that they would be less
likely to achieve higher job performance and experience subjective career success. Based on the above, we hypothesize the following:

Hypothesis 2(b). Job demands will negatively moderate the relationship between work calling and (i) job performance and (ii)
subjective career success, respectively, such that the relationships will be weaker when job demands are high.

3.8. The moderating role of job resources

Job resources are defined as “those physical, psychological, social, or organizational aspects of the job that may do any of the
following: (a) be functional in achieving work goals, (b) reduce job demands and the associated physiological and psychological costs;
and (c) stimulate personal growth and development” (Demerouti et al., 2001, p. 501). We draw on the JD-R model and calling
literature to propose that job resources are crucial organizational-level contingency variables that may influence the strength of work
calling and its effectual outcomes in the workplace. The motivational hypothesis states that the availability of adequate job resources
neutralizes job demands, allows goal accomplishment, and facilitates personal growth and development (Bakker, Demerouti, Taris,
et al., 2003). Scholars argue that specific job resources when matched with specific job demands can produce an amplification effect
through activity enhancement (Van Veldhoven et al., 2020). However, job resources, in general, act as a buffer by compensating for the
harmful effects of job demands on employees' health, well-being, and performance (Bakker & de Vries, 2021; Van Veldhoven et al.,
2020). Therefore, frontline health care personnel during COVID-19 who perceive a calling would be less vulnerable to experience
work-family conflict, family-work conflict, and burnout when their job resources are adequate. We postulate that if their co-workers,
supervisors, and organization are supportive, they would experience an augmentation of their personal resources. These augmented
personal resources would allow them to neutralize the depletion of resources caused by their calling, and thus, cope better with work-
family conflict, family-work conflict, and burnout. Based on the above, we hypothesize the following:

Hypothesis 3(a). Job resources will negatively moderate the relationship between work calling and (i) work-family conflict, (ii)
family-work conflict, and (iii) burnout, respectively, such that the relationships will be weaker when job resources are high.

We have explained that job resources tend to nullify the adverse impact of calling on undesirable outcomes, such as work-family
conflict, family-work conflict, and burnout. We further draw on the JD-R model and calling literature to propose that job resources may
also strengthen the favorable impact of work calling like employees' job performance and subjective career success. Extant research
suggests that the job resources largely produce beneficial outcomes for employees and their organizations. Specifically, job resources
have been linked to higher levels of engagement, greater productivity, and enhanced proactivity in the workplace (Bakker & de Vries,
2021; Christian et al., 2011; Rudolph et al., 2017). Though researchers shed light on the distinct possibility where job resources may
not always be beneficial, job resources, in general, provide positive support for employees' performance and well-being (Van Veld-
hoven et al., 2020).

Based upon this theorization, we propose that frontline health care personnel during COVID-19 under the influence of a calling
would be more likely to achieve superior job performance and experience higher subjective career success when they are supported
with adequate job resources in terms of work support received from their immediate supervisors and co-workers, favorable organi-
zational policies and practices, availability of physical resources for effective task performance etc. We contend that when employees
find their co-workers, supervisors, and organizations are supportive, they are likely to experience an enlarged pool of their personal
resources. This availability of personal resources would boost the beneficial effects of calling on superior job performance and sub-
jective career success. Accordingly, the enhanced pool of resources would allow individuals in tainted occupations to leverage the
benefits of their calling to its full capacity. Hence, when job resources are high, invisible-dirty workers will be all the more likely to
achieve higher job performance and experience subjective career success. Based on the above, we hypothesize the following:

Hypothesis 3(b). Job resources will positively moderate the relationship between work calling and (i) job performance and (ii)
subjective career success, respectively, such that the relationships will be stronger when job resources are high.

4. Method
4.1. Participants

Data for analytical purposes were collected through a questionnaire based survey of janitorial staff working in a large government
hospital situated in the national capital region of India. The study team contacted the deans and heads of departments of the designated
hospitals handling Covid-19 patients in the national capital region (NCR) of India. After obtaining due approval from the competent
authority of one such hospital, data collection for the study was initiated. The hospital was staffed with 1765 full-time Grade IV
employees including janitors, ward attendants, and housekeeping staff, that were working in the general and special wards including
the outdoor patient department. Data collection was carried out over the summer in 2020. The inclusion criterion for participation in
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our study was that the individual should be employed in the capacity of janitor, ward attendant, or housekeeping staff at the chosen
hospital. The rationale behind this decision was that the participants of this study were expected to be involved in invisible-dirty work.

4.2. Procedure

We initiated data collection after getting approval from the institutional review board (IRB) at the first author's university. For data
collection, support was taken from a group of research associates reporting to the study team. The survey questionnaire was initially
developed in English language and later translated to Hindi (the most popular common language in India) using back-translation
protocol to ensure sematic equivalence (Byrne, 2016). The research associates distributed paper-pencil based questionnaires within
the hospital premises. To ensure fairness and integrity among research associates, members of the study team made surprise visits
during data collection. Both the data collection and study teams sought necessary approvals, and took medical precautions for visiting
the hospital amid the Covid-19 pandemic. Participation was voluntary and participants were assured of the anonymity and confi-
dentiality of their responses. During data collection, we also had casual conversations with several janitors and their supervisors to
confirm the invisible and dirty nature of their work.

4.3. Common method bias

To alleviate concerns regarding the common method bias (Podsakoff et al., 2003), responses were collected in two phases separated
by a time interval of two weeks. At T1, the respondents provided information on their age, gender, work experience, job demands, job
resources, and sense of work calling. Two weeks later, at T2, they provided information on their work-family conflict, family-work
conflict, burnout, subjective career success, and job performance. At T1, we distributed 500 questionnaires to respondents and
received a total of 287 valid responses (response rate = 57.4%). Two weeks later, we distributed questionnaires to these 287 re-
spondents who had completed the survey at T1. With regular follow-up, 216 responses were obtained at T2 (overall response rate =
75.26%). Twenty-seven responses were considered invalid due to inappropriate data and dropped from subsequent analysis. Further,
six responses were discarded due to missing data, leaving behind a sample of 183 employees. Finally, we checked for the presence of
outliers using Boxplots and standardized-z scores of all the constructs. Accordingly, eight responses were removed from the data set,
and the effective observations stood at 175. A total of 69.1% of the respondents were male. The mean age of the respondents was 27.2
years (SD = 6.7). The mean work experience of the respondents was 13.9 months (SD = 12.6). A total of 50.3% of the respondents were
married.

4.4. Measures

4.4.1. Calling

Calling was measured at T1 with the nine-item multidimensional calling measure (MCM) developed by Hagmaier and Abele
(2012). The MCM consists of three subscales, namely, transcendent guiding force, identification and person-environment fit, and sense and
meaning and value-driven behavior. Though past calling research had theorized that calling is a multifaceted concept (Dobrow, 2004;
Elangovan et al., 2010), Hagmaier and Abele (2012) observed that most of the measures of calling are unidimensional. The only
multidimensional measure, i.e., the Calling and Vocation Questionnaire (CVQ) has not been tested on employed individuals but only
with students as representative units of observation. Therefore, we found it appropriate to use the MCM developed by Hagmaier and
Abele (2012) because it not only captures the multifaceted nature of calling but also has been tested on employed individuals. Sample
items are “By doing my job, I serve the common good,” and “An inner voice is guiding me in doing my job.” The internal consistency
reliability (Cronbach's a) value of this scale was found to be 0.92.

4.4.2. Job demands

Job demands were assessed at T1 using three subscales used by Bakker, Demerouti, and Schaufeli (2003). Physical demands were
assessed using the seven-item subscale - sample items include “My job involves working in a bending position.” Emotional demands
were assessed using the five-item subscale - sample items include “My work is emotionally demanding.” The workload demands were
measured using the five-item subscale - sample items include “My job requires working very hard.” The internal consistency reliability
(Cronbach's o) value of the job demands scale was found to be 0.84.

4.4.3. Job resources

Job resources were assessed using three subscales at T1. Co-worker support was measured using the four-item subscale used by Loi
et al. (2014) - sample item is “My coworkers make work life easier.” Perceived Supervisor support was measured using the six-item
subscale introduced by FEisenberger et al. (2002) - sample item is “My supervisor really cares about my well-being.” Perceived
organizational support was measured using the six-item subscale formulated by Eisenberger et al. (2001) - sample item is “My or-
ganization takes pride in my accomplishments.” The internal consistency reliability (Cronbach's o) value of the job demands scale was
found to be 0.89.

4.4.4. Work-family conflict
Work-family conflict was assessed using the five-item scale developed by Netemeyer et al. (1996) - sample item is “The demands of
my work interfere with my home and family life.” The internal consistency reliability (Cronbach's a) value of this scale was found to be



Table 1
Descriptive Statistics, composite reliability, and Bivariate (Pearson) Correlations.
Variable M SD 1 2 3 4 5 6 7 8 9 10 11 12
1. Gender® 1.31 0.46 -
2. Age 27.22 6.69 —0.25%* -
3. Work ex 13.90 12.60 —0.08 0.25%* -
4. Marital status® 1.50 0.50 -0.18* 0.46%* 0.09 -
5. Work calling 3.12 0.99 —0.09 0.10 —0.01 0.05 (0.92)
6. Job demands 2.97 0.49 —0.04 —0.05 0.001 0.08 0.10 (0.84)
7. Job resources 2.91 0.73 0.02 —0.06 —0.003 —0.02 —-0.17* —-0.07 (0.89)
8. WFC 3.05 0.86 —0.06 —0.004 —0.05 0.05 0.48** 0.58** —0.12 (0.81)
9. FWC 2.78 1.16 —0.07 —0.03 —0.01 0.02 0.62** 0.66** —0.12 0.67** (0.91)
10. Burnout 3.00 1.19 —0.07 0.04 0.005 0.03 0.66** 0.65** —0.12 0.65"* (0.94)
11. Job perf. 3.04 0.84 -0.17* 0.09 0.02 0.08 0.47+* —0.21%* 0.24** 0.03 0.22%* (0.81)
12. Subjective career success 3.43 0.83 —0.12 0.11 —0.02 0.03 0.69** —0.13%** 0.27+* 0.21** 0.38** 0.44** 0.68** (0.81)

N = 175;  for gender, 1 = Male and 2 = Female; ° for marital status, 1 = Unmarried, 2 = Married, and 3 = other. Diagonal elements represent Cronbach's a.

“ p < 0.05.
" p <0.01.
" p < 0.001.
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0.81.

4.4.5. Family-work conflict

The family-work conflict was assessed using the five-item scale developed by Netemeyer et al. (1996) - sample item is “The de-
mands of my family or spouse/partner interfere with work-related activities.” The internal consistency reliability (Cronbach's o) value
of this scale was found to be 0.91.

4.4.6. Burnout

Burnout was measured using the seven-item scale developed by Bacharach et al. (1991). This scale was suitable for the context of
our study and has also been used previously in the health care sector to measure the burnout level of nurses. A sample item includes “I
have experienced periods of fatigue when I couldn't get going.” The internal consistency reliability (Cronbach's a) value of this scale
was found to be 0.94.

4.4.7. Subjective career success

Subjective career success was measured by using the six-item scale used by Abele and Spurk (2009). A sample item is “I am satisfied
with the success I have achieved in my career.” The internal consistency reliability (Cronbach's a) value of this scale was found to be
0.81.

4.4.8. Job performance

Job performance was assessed using the six-item self-report scale developed by Singh et al. (1996). This scale has been used
previously to capture the self-reported job performance of nursing staff (Sharma & Dhar, 2016). A sample item is “How would you rate
yourself in terms of the quantity of work you achieve”. The internal consistency reliability (Cronbach's a) value of this scale was found
to be 0.81.

4.4.9. Controls
We controlled for the participants' demographic attributes like age, gender, total work experience in their job, and their marital
status.

4.5. Analytic strategies

Before testing the hypothesized relationships, the measurement model was assessed by conducting confirmatory factor analysis in
AMOS graphics (version 19). The proposed eight-factor model structure (Work calling, work-family conflict, family-work conflict,
burnout, subjective job success, job performance, job demands and job resources) was found to be a reasonable fit with the data (y%/df
=1.36, GFI = 0.75, TLI = 0.91, CFI = 0.92, RMSEA = 0.05, SRMR = 0.06). The hypothesized eight-factor model was found to be the
best fit with the data among all other alternate models, including the five factor model in which positive outcomes and negative
outcomes were merged into two separate factors (Work calling, WFC 4+ FWC + Burnout, Subjective Job success + Job performance, Job
demands, Job resources) (Xz/df =1.52, GFI = 0.71, TLI = 0.87, CFI = 0.88, RMSEA = 0.06, SRMR = 0.07).

Hypotheses testing was carried out by applying the partial least squares structural equation modeling (PLS-SEM) technique using
SmartPLS 3.0 software. PLS-SEM has been used extensively not only in HRM research (Ringle et al., 2020), but also across all man-
agement research (Hair, Sarstedt, Pieper, & Ringle, 2012; Henseler et al., 2016). There have been recent criticisms of this technique as
an alternate to conventional covariance-based SEM (CB-SEM) (e.g., Ronkko et al., 2015; Willaby et al., 2015). Although, low sample
size and data distribution reasons (for instance, non-normality) do not justify the use of PLS-SEM (Rigdon, 2016), PLS-SEM serves as a
promising method for prediction purposes (Henseler et al., 2016). For the purpose of this study, we used PLS for three main reasons. In
PLS-SEM, both the measurement and structural models can be assessed with regards to their predictive validity (Henseler et al., 2016).
Given the novel context of understanding work calling for invisible dirty work, we found it best to analyze the hypothesized model by
emphasizing more on the predictive role of work calling on the outcome variables. Second, PLS-SEM also allows the analysis of
complex models with multiple constructs better than CB-SEM (Hair, Sarstedt, Ringle, & Mena, 2012). A model can be categorized as a
complex model if it comprises of 10 or more constructs and 50 or more items (Chin et al., 2003). Consistent with prior definition, the
present hypothesized model can be classified as a complex model. Lastly, PLS path modeling is better than conventional CB-SEM for
models involving moderation (Chin et al., 2003).

5. Results
5.1. Reliability and validity of measurement

Table 1 presents the descriptive statistics, inter-construct correlations, and internal consistency reliability (Cronbach's a) values of
our latent constructs. Reliability was achieved as the Cronbach's a and composite reliability values of all the constructs were well-
above 0.70 (Nunnally & Bernstein, 1994). Further the values of AVE and composite reliability were greater than 0.50 and 0.70,
respectively (Hair et al., 2006). Hence, convergent validity was also achieved. Finally, we followed Fornell and Larcker's (1981)
criterion to check for discriminant validity. As the square roots of AVE were greater than the correlations between constructs,
discriminant validity was also achieved. Also, an analysis of cross-loadings revealed that all scale items had the highest loadings on
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their associated construct, which provided additional evidence for discriminant validity (Hair et al., 2014). Further, the Variance
inflation factor (VIF) values were all below the threshold of 5, indicating that there were no multicollinearity issues in our analysis.

5.2. Correlations

As shown in Table 2, work calling correlated with work-family conflict (r = 0.48, p < 0.01); family-work conflict (r = 0.62, p <
0.01); burnout (r = 0.66, p < 0.01); job performance (r = 0.47, p < 0.01); and subjective career success (r = 0.69, p < 0.01). As we
collected the responses from a single group of respondents, we suspected that our data might be contaminated by common method
variance (CMV) bias. Hence, we conducted Harman's single factor test to check for the presence of CMV (Podsakoff & Organ, 1986). No
single factor explained more than 50% of the variance in the data, indicating that CMV was not a major concern. Also, the collection of
independent and dependent variables was separated by a time lag of two weeks to alleviate the concern of common method variance
bias (Podsakoff et al., 2003).

5.3. Power analysis

Scholars recommend that the minimum sample size required for a PLS-SEM analysis is “ten times the largest number of inner model
paths directed at a particular construct in the inner model” (Hair et al., 2014, p. 109). The largest number of inner model paths directed
at a particular construct in our model was seven. Therefore, the minimum sample size is 70, and our sample size of 175 participants
fully satisfies this criterion. Power analysis was also carried out to compute the minimum sample size required for testing the proposed
conceptual model at an effect size of 0.1, 5% error probability, and 95% power. The results of power analysis indicated that the
minimum sample size required is 133 and our final sample size of 175 satisfies this requirement.

5.4. Hypotheses testing

The results of the hypotheses testing are summarized in Table 2. As shown in Table 2, work calling was positively related to work-
family conflict (§ = 0.53, p < 0.001); family-work conflict (§ = 0.60, p < 0.001); burnout (p = 0.66, p < 0.001); job performance (f =
0.59, p < 0.001); and subjective career success (p = 0.79, p < 0.001). Hence, Hypothesis 1 was fully supported. The adjusted-R? values
for work-family conflict, family-work conflict, burnout, job performance, and subjective career success were 0.55, 0.74, 0.80, 0.45, and
0.70, respectively. The predictive relevance of the model was assessed using Stone and Geisser Q2 values (Henseler et al., 2016). The Q2
values of all the endogenous variables, i.e., work-family conflict, family-work conflict, burnout, job performance, and subjective career
success were 0.31, 0.58, 0.62, 0.28, and 0.38, respectively.

The moderating effects were tested using the two-stage approach (Henseler & Fassott, 2010). Scholars maintain that the two-stage
approach is ideally limited to cases when either the exogenous variables or the moderator variables or both are formative (Henseler &
Fassott, 2010). However, some scholars suggest that this limitation is not mandatory and that the two-stage approach can also be

Table 2
Results of PLS analysis: hypotheses testing.
Path B t- Effect-size (f?)  Bias-corrected confidence Inference
statistic intervals

H1(a): Work calling — Work-family conflict 8.36 0.48 [0.40, 0.65] Supported

H1(b): Work calling — Family-work conflict 15.39 1.06 [0.52, 0.67] Supported

H1(c): Work calling — Burnout 16.23 1.65 [0.58, 0.74] Supported

H1(d): Work calling — Job performance 9.85 0.50 [0.47, 0.70] Supported

H1(e): Work calling — Subjective career success 15.54 1.57 [0.69, 0.89] Supported

H2 (a): Work calling x Job demands — Work-family conflict 3.56 0.09 [0.09, 0.32] Supported

H2 (a): Work calling x Job demands — Family-work 2.35 0.03 [0.02, 0.16] Supported
conflict

H2 (a): Work calling x Job demands — Burnout 3.98 0.06 [0.06, 0.17] Supported

H2 (b): Work calling x Job demands — Job performance 2.61 0.04 [0.04, 0.26] Counter-

intuitive
H2 (b): Work calling x Job demands — Subj. career success ~ 0.08* 2.00 0.02 [0.01, 0.15] Counter-
intuitive

H3 (a): Work calling x Job resources — Work-family 0.03 0.85 0.002 [-0.04, 0.12] Not supported
conflict

H3 (a): Work calling x Job resources — Family-work 0.05 1.28 0.008 [-0.03, 0.11] Not supported
conflict

H3 (a): Work calling x Job resources — Burnout 0.05 1.59 0.01 [-0.01, 0.11] Not supported

H3 (b): Work calling x Job resources — Job performance 0.16%** 3.32 0.05 [0.05, 0.29] Supported

H3 (b): Work calling x Job resources — Subj. career success 0.18%* 2.47 0.08 [0.07, 0.25] Supported

N =175.
" p < 0.05.
" p <0.01.
"™ p < 0.001.
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applied to models where there are interaction effects among latent variables with reflective measurement models (Henseler & Chin,
2010). Moreover, the two-stage approach also offers the advantage of parsimonious modeling to our study (Becker et al., 2012). Hence,
we found it appropriate to utilize the two-stage approach in our study. The independent and moderator variables were mean-centered
to reduce the effect of multicollinearity. Job demands positively moderated the relationship of work calling with work-family conflict
(p = 0.21, p < 0.001); family-work conflict (§ = 0.08, p < 0.05); and burnout (f = 0.11, p < 0.001) respectively (Figs. 2, 3, and 4).
Hence, Hypothesis 2(a) was supported. However, contrary to our hypothesis we found that job demands positively moderated the
relationship of work calling with job performance (f = 0.15, p < 0.01) and subjective career success (p = 0.08, p < 0.05) respectively
(Figs. 5 and 6). Thus, we did not find support for Hypothesis 2(b). Further, simple slope analysis revealed that the positive relationship
between work calling and work-family conflict was strengthened when job demands were high (b =0.82,t=9.11, p < 0.001) but non-
significant when they were low (b = 0.08, t = 0.88, p = 0.17). On a similar note, we found that that the positive relationship between
work calling and family-work conflict was strengthened when job demands were high (b = 0.29, t = 3.22, p < 0.01) but non-significant
when they were low (b = 0.14, t = 1.67, p = 0.11). The positive relationship between work calling and burnout strengthened both for
high (b =1.07, t = 13.37, p < 0.001) and low (b = 0.49, t = 6.12, p < 0.001) job demands.

Hypothesis 3(a) was not supported as job resources did not significantly moderate the relationship of work calling with work-family
conflict (B = 0.03, p = 0.40), family-work conflict (p = 0.05, p = 0.20), and burnout (p = 0.05, p = 0.11) respectively. However, we
found complete support for Hypothesis 3(b) as job resources positively moderated the relationship between work calling and job
performance (p = 0.16, p < 0.001), and between work calling and subjective career success (f = 0.18, p < 0.01) (Figs. 7 and 8. As
shown in Table 2, the effect-size (Cohen's-f 2) values, though low, are still above the threshold limit of 0.02, thereby indicating the
presence of weak effects (Hair et al., 2008). Further, simple slope analysis showed that the positive relationship between work calling
and job performance strengthened both for high (b =0.62, t=5.63, p < 0.001) and low (b = 0.28, t = 2.54, p < 0.05) job demands; and
between work calling and subjective career success strengthened both for high (b = 0.66, t = 7.33, p < 0.001) and low (b = 0.54, t =
6.00, p < 0.001) job demands. So far as the availability of job resources in the workplace are concerned, the positive relationship
between work calling and job performance was strengthened for both high (b = 0.69, t =9.85, p < 0.001) and low (b =0.16, t=2.14,p
< 0.05) job resources. Similarly, it was found that the positive relationship between work calling and subjective career success was
strengthened for both high (b = 0.83, t = 16.60, p < 0.001) and low (b = 0.39, t = 7.80, p < 0.001) job resources.

6. Discussion

The results of our study establish that employees perceiving a sense of calling towards their work experience both negative (work-
family conflict, family-work conflict and burnout) and positive outcomes (job performance and subjective career success). The
negative effects of work calling tend to get exacerbated when the jobs of workers engaged in tainted occupations become excessively
demanding. In contrast, the positive effects of work calling in terms of job performance and subjective career success tend to get
multiplied when workers are supported by their co-workers, supervisors, and the organization. However, we have observed that even
in the presence of high job demands employees' work calling augments their job performance and subjective career success (see Figs. 5
and 6). This unique finding illustrates that even high job demands do not always dampen the positive effects of work calling. We posit
that employees who perceive their work as a calling, see high job demands as positive challenges. This finding is in line with trans-
actional theory of stress, which suggests that individuals appraise their job demands as either challenging or threatening (Lazarus &
Folkman, 1984). Hindrance job demands refer to “work circumstances that involve excessive or undesirable constraints that interfere
with or inhibit an individual's ability to achieve valued goals” (Bakker & Demerouti, 2017, p. 277). In contrast, challenge job demands
refer to “demands that cost effort but that potentially promote personal growth and achievement of the employee” (Bakker &
Demerouti, 2017, p. 277). Challenging job demands trigger positive attitudinal and behavioral responses among employees, whereas,
hindrance job demands tend to evoke negative responses directed towards the workplace (Crawford et al., 2010). Altogether, the
application of JD-R model allows us to understand how on one hand calling as a duty forces these employees to make sacrifices that
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Fig. 2. Job demands positively moderate the relationship of work calling with work-family conflict.
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Fig. 3. Job demands positively moderate the relationship of work calling with family-work conflict.

Fig. 4. Job demands positively moderate the relationship of work calling with burnout.
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Fig. 7. Job resources positively moderate the relationship of work calling with job performance.

increase conflict between work and family domains, and on the other hand calling acts as a buffer to mitigate any negative effects of job
demands on employees' job performance and subjective career success.

6.1. Theoretical contribution

The findings of our study contribute to the academic literature in several ways. First, this study is a novel attempt to integrate three
seemingly distinct bodies of research, namely, work calling (Duffy & Dik, 2013), invisible work (Vlasses, 1997), and dirty occupations

12
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Fig. 6. Job demands positively moderate the relationship of work calling with subjective career success.

(Ashforth & Kreiner, 1999) to explore employee-related outcomes, when a sense of duty based calling prevails in deeply meaningful
dirty works. In fact, our study extracts a special type — invisible-dirty work — to explicate the effects of work calling for workers engaged
in such occupations (Hatton, 2017; Rabelo & Mahalingam, 2019). We earned support in favor of our assertion that the jobs performed
by janitors satisfy both invisibility and dirt (physical and social), and their invisible-dirty job is a mutually constructed reality formed by
individual and social interfaces. The janitors, on and off their jobs, feel that they are either not seen or seen as dirty beings. Hatton (2017)
in her work suggested that future studies should expand the invisibility aspect by exploring the types of works and/or occupations that
are both invisible as well as dirty. Further, our work extends the study of Rabelo and Mahalingam (2019) by illustrating when, why, and
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how janitors in health care occupation experience self-protecting invisibility in dirty work by sensing stigma from people around them at
work. The tasks performed by janitors in our study satisfy this condition, and thus, expand the horizon of extant theorization of
invisible-dirty work.

Second, in line with Duffy and Dik (2013), our findings provide support to the notion that calling based on duty cannot occur
without the focal actor experiencing deeper meaning and sacrifice simultaneously. For example, the janitorial staff in our context has
learnt to embrace both meaning (related to work) and sacrifice (related to self) in their dirty work as effects of work calling without
intentionally thinking about it. In fact, the qualitative responses obtained from janitors interpreted in combination with our empirical
findings made us realize that meaning and sacrifice are deeply entwined, perhaps more so for individuals engaged in performing
invisible-dirty works. Moreover, Duffy and Dik (2013) recommended that scholars look beyond the established positive effects of work
calling and endeavor to understand the dark side of work calling (Duffy et al., 2018). Our study answers this call by demonstrating that
both positive and negative outcomes of work calling can co-occur for individual employees. Study findings add to the debate on the
“double-edged sword” nature of work calling (Bunderson & Thompson, 2009; Cardador & Caza, 2012; Hirschi et al., 2019; Lysova
et al., 2018) in that the invisible-dirty workers benefitting from pursuing work calling also incurred some hidden costs.

Third, contrary to extant studies, the positive interaction of job demands and work calling to predict job performance and career
success suggests a greater propensity to adapt work to the self even for higher job demands. Theoretically, it implies that for a pre-
destined calling already existing among workers in tainted occupations, a sense of challenge seems to trigger higher positive out-
comes though they might not have experienced it ever before. This phenomenon can be traced back to the roots of calling as it is
invoked when an individual intensively focuses on a specific task, and may discover novel behavioral responses through their own
actions during exceptional situations like COVID-19 pandemic. Bakker and Demerouti (2017) explicated that personal demands of
individuals should be considered to expand JD-R theory. Personal demands have been defined as “the requirements that individuals set
for their own performance and behavior that force them to invest effort in their work and are therefore associated with physical and
psychological costs” (Barbier et al., 2013, p. 751). In this study, we exposit work calling as a personal demand on individual workers to
demonstrate its interface with job demands and resources. This is an integration of calling and JD-R theory that otherwise is under
represented in scholarly investigation (Bakker & Demerouti, 2017).

6.2. Practical implications

Findings of our study are particularly relevant for practitioners, policy-makers, and management thinkers in the health care
domain. We suggest that enhancing the level of transcendence among frontline health care workers during COVID-19 would generate
several positive outcomes for workers, organizations, and society. As these workers' jobs are considered dirty work, they are already
subject to social prejudice. It is imperative for employers to regularly acknowledge the importance of the services delivered through
these jobs. Doing so would not only reduce the stigma attached to these jobs, but would also inculcate in the workers a sense of self-
esteem, pride, and identity towards their jobs. Our findings identify unscheduled irregular job demands as one of the constraints that
can negatively impact a worker's work-life balance and feelings of burnout. Hence, employers should strive to reduce the physical,
emotional, and workload demands associated with the jobs regularly performed as part of dirty works. For example, employers can try
to reduce physical demands by installing the necessary infrastructure so that workers do not have to work in uncomfortable positions.
They can also hire sufficient staff so that workers do not have to face excessive workloads. However, our findings also urge the health
care practitioners and policy makers that for workers engaged in tainted occupations under the effect of calling, high job demands
during a crisis like COVID-19 pandemic enhance their energy and motivation to contribute more (as evidenced by higher job per-
formance and perceived career success). At the same time, we recommend the employers of these workers to foster work environments
that are conducive to them in securing support from their supervisors, co-workers, and organizations in smoothly performing the
assigned tasks, especially when they are sourced through third-party contract services (Bakker & de Vries, 2021). Rattrie et al. (2020)
reported that in a collectivistic culture with high power distance, individual employees might feel more preoccupied with the
achievement of group goals and the work progress of people who are in close interaction with them. Unlike in an individualistic
culture, here employees may even neglect resources that could be beneficial for their individual benefits at work, and instead can share
limited resources among work group members to achieve common work goals and complete assigned tasks. Our study, conducted in a
collectivistic culture characterized with relatively high power distance, implies that the jobs with high workload can substantially
enhance individual as well as group performance if the constraint of job resources is taken care of by employers.

6.3. Limitations and future research

The findings of our study should be interpreted with some limitations. First, our sample respondents belonged to a large gov-
ernment hospital officially designated for treating COVID-19 cases. As a result, they all worked with the same employer and expe-
rienced a similar work culture and organizational practices. Future studies may consider collecting data from diverse work settings,
even within health care service-providing organizations. Nonetheless, we were able to capture a true translation effect of a sense of
work calling on employee-related outcomes in both work and family domains. Second, the cross-sectional nature of the data inhibited
us from making causal inferences about the hypothesized relationships. Longitudinal research design can be adopted by future studies
to overcome this limitation. Though we understand the limitation of PLS-SEM as to its suitability for statistical estimation (Ronkko
etal., 2015), we chose to use PLS-SEM for its ability to assess predictive validity (Henseler et al., 2016), analyze complex models (Hair,
Sarstedt, Ringle, & Mena, 2012), and models involving moderation (Chin et al., 2003). Third, the use of self-reported data in our
empirical analysis was a major constraint that did not allow us to examine the behavioral implications of the respondents' sense of work
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calling for their seniors, supervisors, co-workers, or patients in the work context. Given the current pandemic situation, despite making
efforts, we were not able to secure survey response from supervisors, patients, or patients' family members on workers' behavioral
outcomes. We suggest that future studies should examine the role of other contingency variables in work (like family-supportive
supervisor behaviors) as well as non-work domains (like spousal support) in elucidating the effects of a sense of calling for people
engaged in dirty occupations with multi-source responses. Another avenue for future researchers is to examine how janitors' self-
protecting invisibility, alienating invisibility, and their intersectional invisibility can reflect and/or reify the boundary conditions, be-
haviors, and identity at work. By applying multiple research methods (semi structured interviews, surveys, etc.) concomitantly
scholars can get a nuanced understanding of how the invisible dirty workers perceive calling. For instance, do the employees scoring
lower on work calling not have a calling, or do they reject taking their current job as a calling?

7. Conclusion

Our study contributes to understanding how work calling for low-profile, tainted occupations can simultaneously inculcate a sense
of meaning and sacrifice among frontline health care workers engaged in cleaning the mess during COVID-19 pandemic. Drawing upon
job demands-resources theory as a boundary condition, we illustrate how a reduction in workload and an augmentation of workplace
support can amplify the favorable outcomes of calling for individual workers performing invisible-dirty works as a routine feature. By
exhibiting both positive and negative effects of work calling and positing calling as a personal demand along with job demands and
resources faced by individuals in the workplace, we have been able to integrate calling literature with JD-R. We hope that our findings
would enable practitioners to design effective interventions to protect the well-being of frontline employees performing invisible-dirty
works during critical situations such as the COVID19 pandemic. These front line warriors are offering invaluable services to hu-
mankind at the risk of self and family, and we need to reciprocate by designing a better workplace for them.
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